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Abstract 


Problem Statement: Transformational leadership increases organization 
members' commitment and engagement in meeting organizational goals 
and it enhances skills and capacities. Many studies reveal that 
transformational leadership behaviors, such as idealized influence, 
inspirational motivation, individualized consideration, innovative climate, 
and intellectual stimulation, are positively related to better performance 
and increased job satisfaction. It is considered that since managers of the 
future will be transformational leaders, they should be trained as 
transformational leaders. 

Purpose of the Study: The main purpose of this study is to introduce 
usability of the Cross-Cultural Adaptation of Headmasters' 
Transformational Leadership Scale. It also purposes to discover 

headmasters' behaviors based on teachers' perceptions. 

M ethods: In this study, a descriptive statistical model was employed, and 
822 teachers participated in the Malatya (n=442) and Adiyaman (n=380) 
provinces. The sample of this study was chosen by a purposive sampling 
method. Exploratory Factor Analysis (EFA) was employed to obtain 
evidence related to construct validity of the scale, and it administered on 
330 primary schools teachers in M ardin. For Confirmatory Factor Analysis 
(CFA), it was administered to 390 teachers in Adiyaman, Turkey. 

Findings and R esults: After EFA and CFA processes, it was proven that this 
scale is valid and usable for the Turkish context. As a result of the 
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reliability and validity processes, the adapted form of the scale was 
composed of 23 items. Item sub-factor correlation was between 0.78 and 
0.90, and item total correlation was between 0.61 and 0.80. Cronbach value 
was found to be 0.96. Other values found were 0.87 for vision building; 
0.88 for individual consideration; 0.92 for intellectual consideration; and 
0.91 for the innovative climate sub-dimension. As a result, it was 
discovered that 61.22% of the teachers remarked that their headmasters 
provided participation for vision building; 72.02% stated that their 
individual consideration were valued; and 65.07% claimed that their 
individual stimulation was supported. Finally, 80% asserted that they 
were encouraged for an innovative climate in their organizations. 

Conclusion and Recommendations: Results reveal that teachers' perceptions 
about their headmasters' transformational leadership behaviors are 

positive in vision building, individual consideration, intellectual 
Stimulation, and innovative climate. They perceive their headmasters' 
leadership qualities and communicative skills positively. It is 
recommended that headmasters who are incompetent should be trained 
carefully through in-service programs. 

Keywords: Teachers' perceptions, transformational leadership, 

transformational leaders, headmasters. 


Introduction 

The competition in the 21st century's global economy will be more complex and 

challenging (Ireland & Hitt, 2005; Chew & Chan, 2008), so leaders are expected to 
cope with this changing world of work, diverse communities, and parents (Lewis, 
Goodman, & Fandt, 1998). According to Fullan (2001), the more complex society gets, 
the more sophisticated leadership becomes; therefore, leaders must be effective, 
adaptable, dynamic, team-oriented, strong communicators, problem solvers, and 
transformational to thrive in these complex environments (Du Plessis, Conley, & 
H longwane, 2006; Yukl, 2005). 

Theoretical Framework 

As an approach that originated in the military, transformational leadership 
increases organization members' commitment and engagement in meeting 
organizational goals and developing leadership potentials (Popper, Mayseless, & 
Castelnovo, 2000; Heck & Hal linger, 1999; Bass, 1998). It also enhances skills and 
capacities (Leithwood & Jantzi, 2006; Marks & Printy, 2003; Northouse, 2001; Den 
Hartog, House, Hanges, Ruiz-Quintanilla, & Dorfman, 1999; Gronn, 1995; Evers & 
Lakomski, 1996). 

Research on transformational leadership in educational settings was initiated in 
the late 1980s and early 1990s (Leithwood, 1994). McFarlin and Sweeney (1998) assert 
that successful managers in the future will be transformational leaders, and they 
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suggest that managers should be trained as such. It has been evaluated that this 
approach can help managers become exceptional leaders, and they can group 
together rather than perform tasks as individuals (Hallinger, 2003; Hall, Johnson, 
Wysocki, & Kepner, 2008). 

According to Muenjohn and Anderson (2007) transformational leadership is 
flexible and can allow leaders to adapt their behaviors to meet the requirements of 
their subordinates. Transformational leaders build visions for schools and establish 
school goals (Leithwood & Jantzi, 2000; Castanheira & Costa, 2011; Leithwood, 1992), 
provide intellectual stimulation. They also offer individualized support by modeling 
the best practices in organizational values (Silins, Mulford & Zarins, 2002), 
demonstrate high performance expectations, create a productive school culture and 
provide participation in decisions at school, sharpen their subordinates 7 skills, and 
enhance others 7 knowledge (Bennis & Nanus, 1997; Kreitner & Kinicki, 1998). 

Transformational leadership has certain components. First, it has idealized 
influence which is defined as both the leader's behavior and the followers 7 attributions 
about the leader. Here, idealized leaders consider the needs of others before their 
own personal needs, avoid the use of power for personal gain, demonstrate high 
moral standards, and set challenging goals for others (Walumbwa & Lawler, 2003). 
Second is the individualized consideration that represents a leader's consistent effort to 
treat each individual as a special person and be a mentor to develop his or her 
followers' potential. Third is intellectual Stimulation, which means a leader's effort to 
stimulate followers to be innovative and creative, as well as reframe problems and 
approach them in new ways. Another is inspirational motivation, which refers to the 
ways leaders motivate and inspire others around them by displaying enthusiasm, 
communicating high expectations, and demonstrating commitment to the shared 
goals (Geijsel, Sleegers, Leithwood, & Jantzi, 2003; Nguni, Sleegers, & Denessen, 
2006; Yu, Leithwood, & Jantzi, 2002; Geijsel et al., 2003; Leithwood & Jantzi, 2005; 
Leithwood, Steinbach, & Jantzi, 2002; Rafferty & Griffin, 2004). The last component is 
innovative climate defined as the shared perceptions of organization members 
concerning the practices, procedures, and behaviors that promote the generation of 
new knowledge and practices (Moolenaar, Daly & Sleegers, 2010; Cho & Dansereau, 
2010). Transformational leaders can help subordinates to achieve their objectives by 
creating a climate that emphasizes goal clarity and change, while alleviating 
ambiguity (Bass & Avolio, 1994-1997; Jung & Avolio, 2000; Yammarino, Spangler & 
Bass, 1993; Geijsel et al., 2009; Day et al., 2000; Geijsel et al., 2001; Leithwood et al., 
2008; Nemanich & Keller, 2007; Ross & Gray, 2006). 

Many studies reveal that idealized influence, inspirational motivation, 
individualized consideration, and intellectual stimulation behaviors are positively 
related to better performance and increased job satisfaction (Anderson, 2008; Bass, 
1997; Bass & Avolio, 1994; Bommer, Rubin & Baldwin, 2004). Therefore, this study 
aims to discover teachers' perceptions on their headmasters' transformational 
leadership behaviors concerning vision building, individualized consideration, 
intellectual stimulation, and innovative climate Moreover, by determining 
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headmasters' transformational leadership behaviors, which are vital in any 

educational system, this study also aims to develop some practical recommendations 
supported by other studies. It seeks to make the system operate better by increasing 
awareness for all stakeholders. 


M ethod 

The main purpose of this descriptive study is twofold. One aspect is to introduce 
whether the Cross-Cultural Adaptation of Headmasters' Transformational 
Leadership Scale developed by Moolenaar et al., (2010) can be used in the Turkish 
culture. The other aim is to discover the teachers' perceptions on headmasters' 
transformational leadership behaviors concerning the variables of gender, status, 
school experience, level that they are currently teaching, and professional experience. 

Sample 

The sample of this study was chosen by the purposive sampling method, which 
targets a particular group of people (Bailey, 1994). Exploratory Factor Analysis (EFA) 
was employed to obtain evidence related to determining the validity of the scale. 
Therefore, it was administered to 330 primary schools teachers in M ardin, Turkey. Of 
these, 310 survey forms were returned and analyzed. For Confirmatory Factor 
Analysis (CFA), it was administered to 390 teachers in Adiyaman, Turkey. After EFA 
and CFA, it was proven that this scale is valid and usable for the Turkish context. 
Finally, it was applied to 822 teachers in the provinces of Malatya (n=442) and 
Adiyaman (n=380) to discover teachers' perceptions on their headmasters' 
transformational leadership behaviours concerning vision building, individualized 
consideration, intellectual stimulation, and innovative climate. 

Adaptation Work 

In the translation process of the original scale, the back translation techniquewas 
used. It is preferred despite being time consuming and expensive. In this process, a 
questionnaire is translated into the target language by one translator and then 
translated back into the source language by another independent translator who does 
not see the original one. The two-source-language versions are then compared 
(Sperber, 2004; Looman & Farrag, 2009). 

In the translation process of this scale, a linguist translated it into Turkish, and 
then another academic translated it into English again. Two researchers and a 
linguist completed the translation process through group work. It was proofread by 
15 teachers to find if all participants understood the questions equally. The original 
scale is used to measure Headmasters' Transformational Leadership Behaviors based 
on four theoretical dimensions, which are vision building, individualized 
consideration, intellectual stimulation, and innovative climate (Daft & Becker, 1978; 
Damanpour & Evan, 1984; Nonaka & Takeuchi, 1995). 
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Exploratory Factor Analysis (EFA) 

EFA was employed to discover the appropriateness of the scale for the Turkish 
culture. The factor conformity of EFA results was verified with CFA. For EFA 
analysis, the SPSS 15.0 program was used, and for CFA, Lisrel 8.80 was used. EFA is 
a complex, multi-step process and a widely utilized statistical technique in social 
sciences (Costello & Osborne, 2005). It is an approach for expressing the language of 
mathematical hypothetical constructs by using a variety of directly measurable and 
observable indicators. In an EFA process, the empirical data is explored to detect 
characteristic features and interesting relationships without imposing any definite 
model on the data (Jorreskog & Sorbom, 1993). Here, before using the EFA process, 
the sampling size was checked for compatibility with factoring that plays an 
i mportant rol e i n the appl i cation of al most al I stati sti cal methods to esti mate the ri ght 
parameters (Raykov & M arcoulides, 2000). 

For EFA and CFA analysis, two independent sampling groups were taken 
consecutively (Group I: 310- Group II: 390). It has been stated that acceptable 
sampling size for CFA is 4:1 or 5:1 for each item (Floyd & Widaman, 1995). Gorsuch 
(1983) recommended that sample size should be at least 100, and Kline (1979) 
supports this recommendation. Guilford (1954) argued that sample size should beat 
least 200, and Cattell (1978) claimed the minimum desirable sample size is to be 250. 
Comrey and Lee (1992) offered a rough rating scale for adequate sample sizes in 
factor analysis: 100=poor, 200=fair, 300=good, 500^/ery good, and 1,000 or 
more=excellent. They urged researchers to obtain samples of 500 or more 
observations whenever possible in factor analytic studies (MacCallum & Widaman, 
1999). For CFA, minimum sampling size is suggested as 250 people (Hoyle, 1995). 
However, for robust maximum likelihood, estimation needs relatively large sample 
sizes of at least A/ >400 (Schermelleh-Engel, Moosbrugger, & Muller, 2003). In this 
study, the sampling size rate for EFA was 13:1 and for CFA was 17:1 for each item. 

In order to test the data collecting structure for EFA considering sampling size, 
another criterion is Kaiser-Meyer-Olkin Test (KMO) results. The KMO results are 
accepted for values greater than 0.50. Furthermore, values between 0.50 and 0.70 are 
mediocre, 0.70 and 0.80 are good, 0.80 and 0.90 are great, and over 0.90 are superb 
(H utcheson & Sofroniou, 1999). For these data, the values are about 0.95 for EFA and 
0.96 for CFA, which falls into the range of being great. 

Bartlett's spherical test (1954) is a notoriously sensitive test of the hypothesis that 
the correlations in a correlation matrix are zero. The test is available in SPSS factor, 
but because of its sensitivity and dependence on sampling size, it is likely to be 
significant with samples of substantial size even if correlations are very low. 
Therefore, use of the test is recommended only if there are fewer than, for example, 
five cases per variable (Tabachnick & Fidell, 2007). For these data, Bartlett's tests are 
highly significant for EFA (X^zar 5265.18; p<01) and CFA (X^ss) =6597.63; p<01). 

For factor design of the scale, principal component analysis and factor rotation 
maximum varimax was chosen for orthogonal rotation. In applied social science 
research, orthogonal rotation is used most often (Brown, 2006). As a result of the 
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analysis, it was discovered that 5 components had over 1 real valuefor 24 items (as in 
the original study). Factor load was accepted as 0.50 for all items. The magnitude of 
the factor loading must be at least 0.30 (Barnes et al., 2001). As a rule of thumb, only 
variables with loadings of 0.32 and above are interpreted. The greater the loading, 
the more the variable is a pure measure of the factor. Comrey and Lee (1992) suggest 
that loadings in excess of 0.71 (50% overlapping variance) are considered excellent, 
0.63 (40% overlapping variance) are very good, 0.55 (30% overlapping variance) are 
good, 0.45 (20% overlapping variance) are fair, and 0.32 (10% overlapping variance) 
are poor. It is the researcher's preference to choose the cutoff size of loading to 
interpret. Sometimes there is a gap in loadings across the factors, and if the cutoff is 
in the gap, it is easy to specify which variables load and which do not. Other times, 
the cutoff is selected because one can interpret factors with that particular cutoff but 
not with a lower cutoff (Comrey & Lee, 1992; Tabachnick & Fidell, 2007). According 
to item-overlapping and accepted load values, since the difference of load values of 
one item is higher than 0.1 (item 12), it was taken out of the scale. Finally, the 
findings of factor design, factor load values, joint factor variances, and item analysis 
are given in Table 1. 
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Table 1 

The Factor Design of Headmasters' Transformational Leadership Behaviors Scale and V ertical Rotation-Varimax for Exploratory Factor Analysis 

_Item Analysis_ 

Correlation Item Discrimination Feature Reliability ( a) 


Factor Design and Item 
Loads 



u 


Lower 

Upper 



0 n 

% 27 

%27 


1 

« 0 

(n=83) 

(n= 83) 


— 

i | 
«[2 


IS) 


-Hj 

FI 

F2 

F3 

F4 

(h 2 ) 

f-** 


X 

S 

D 

X 

SD 




Ql 

.69 

.32 

.27 

.16 

.67 

.83 

.71 

2.61 

.84 

4.34 

.79 

-13.66 

.70 


Q2 

.81 

.18 

.20 

.11 

.73 

.83 

.64 

2.81 

.80 

4.10 

.76 

-10.30 

.73 


Q3 

.74 

.22 

.19 

.22 

.69 

.82 

.67 

2.94 

.82 

4.25 

.64 

-11.52 

.71 

.87 

Q4 

.70 

.15 

.30 

.26 

.66 

.80 

.69 

2.93 

.71 

4.34 

.59 

-13.89 

.69 


Q5 

.58 

.29 

.35 

.25 

.61 

.78 

.73 

2.94 

.76 

4.39 

.51 

-14.43 

.66 


Q6 

.35 

.72 

.16 

.26 

.74 

.86 

.72 

3.20 

.75 

4.59 

.56 

-13.51 

.76 


Q7 

.37 

.63 

.18 

.30 

.65 

.81 

.71 

3.24 

.64 

4.60 

.52 

-15.14 

.69 

.88 

Q8 

.23 

.79 

.22 

.16 

.74 

.84 

.68 

3.42 

.72 

4.55 

.55 

-11.44 

.76 
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Table 1-Continued 


Q9 

.12 

.75 

.28 

.20 

Q10 

.18 

.69 

.38 

.16 

Qll 

.23 

.37 

.63 

.24 

Q13 

.28 

.17 

.71 

.28 

Q14 

.22 

.22 

.83 

.24 

Q15 

.26 

.30 

.67 

.26 

Q16 

.26 

.24 

.69 

.31 

Q17 

.24 

.18 

.65 

.39 

Q18 

.29 

.32 

.57 

.30 

Q19 

.11 

.28 

.38 

.68 

Q20 

.23 

.28 

.40 

.69 

Q21 

.28 

.29 

.32 

.64 

Q22 

.15 

.00 

.15 

.85 

Q23 

.22 

.24 

.36 

.66 

Q24 

.32 

.28 

.33 

.61 


.70 

.67 

.64 

.69 

.85 

.68 

.70 

.66 

.60 

.71 

.77 

.67 

.77 

.67 

.66 


.82 

.80 

.79 

.82 

.90 

.83 

.83 

.81 

.79 

.84 

.88 

.83 

.80 

.82 

.82 


.67 

.70 

.75 

.74 

.78 

.76 

.79 

.75 

.75 

.73 

.80 

.76 

.61 

.74 

.76 


3.37 

.85 

4.61 

.60 

-10.85 

.71 

3.14 

.80 

4.47 

.53 

-12.63 

.69 

3.12 

.77 

4.57 

.57 

-13.76 

.71 

2.98 

.73 

4.39 

.56 

-13.94 

.75 

3.02 

.68 

4.48 

.55 

-15.19 

.86 

3.06 

.65 

4.54 

.59 

-15.37 

.76 

3.01 

.65 

4.48 

.53 

-15.96 

.76 

2.82 

.61 

4.28 

.61 

-15.41 

.74 

3.05 

.70 

4.58 

.57 

-15.53 

.71 

3.12 

.67 

4.46 

.57 

-13.86 

.76 

3.07 

.60 

4.58 

.50 

-17.61 

.83 

3.06 

.65 

4.58 

.52 

-16.60 

.74 

2.96 

.71 

4.22 

.68 

-11.63 

.70 

2.96 

.61 

4.33 

.54 

-15.13 

.74 

3.01 

.67 

4.57 

.50 

-16.93 

.73 
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As a result of the analysis presented in Table 1, theoretically defined items were 
collected below their own factors. The Cronbach alpha values are between 0.58 and 
0.81 for vision building, 0.63 and 0.79 for individual consideration, 0.57 and 0.83 for 
intellectual stimulation and 0.61 and 0.85 for innovative climate. There is a 
relationship between sampling size and factor loads. Guadagnoli and Velicer (1988) 
challenged such rules and argued that no sound theoretical or empirical basis exists 
for across-the-board participant-to-variable ratio recommendations. Most notably, 
with factor loadings of 0.80, solutions were highly stable across replicated samples 
regardless of the number of indicators, even with as few as 50 participants. When 
factor loadings were in the 0.60 range, stable solutions were obtained with sample 
sizes greater than 150, or with still smaller samples when each component contained 
at least four variables loading at 0.60. In general, larger samples of 300-400 were 
needed when the factor loadings were only 0.40 (Floyd & Widaman, 1995). 

As a result of the reliability and validity process, the adapted form of the scale 
was composed of 23 items (vision building: 5, individual consideration: 5, intellectual 
consideration: 7, and creating innovative climate: 6). The lowest score that mean negative 
behaviors can be is 23, and the highest is 115. In order to verify the usability of the 
scale in Turkey, item total correlation, discriminant analysis, and item internal 
consistency were analyzed. As presented in Table 1, item sub-factor correlation is 
between 0.78 and 0.90, and item total correlation is between 0.61 and 0.80. The 
Cronbach value was found to 0.96. The correlation was found to be 0.87 for vision 
building; 0.88 for individual consideration; 0.92 for intellectual consideration; and 
0.91 for innovative climate sub-dimension. Generally, reliability coefficients around 
0.90 are considered "excellent," values around 0.80 "very good," and values around 
0.70 "adequate" (Kline, 2011, p.70). Findings on correlation of sub-dimensions of the 
seal e are show n i n Tabl e 2. 


Table 2 


Correlation of Sub-dimensions of Headmasters' Transformational Leadership Behaviors 



Vision 

Individualized 

Intellectual 

Innovative 


Sub Scales 

Building 

Consideration 

Stimulation 

Climate 

Total 

Vision Building 

1 

.66 

.70 

.64 

.85 

Individualized 



.70 

.65 

.84 

Consideration 


i 

Intellectual Stimulation 



1 

.78 

.92 

1 nnova ti ve Climate 




1 

.88 

Eigenvalues 

12.13 

1.53 

1.23 

1.05 

15.94 

% of Variance Explained 

52.75 

6.67 

5.35 

4.55 

69.31 


**p<01 

In Table 2, the correlation of sub-dimensions of the scale is shown to be between 
0.64 and 0.78, and factor total correlation is between 0.84 and 0.92. In applied 
research, for factor determination, total correlation among factors being between or 
equal to 0.85 or less is desired (Brown, 2006). As a result of this analysis, for the 23 
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items that remained in the certain criteria, the structure was composed of four 
determined dimensions with the value over 1 representing 69.31% of total variances. 
In social science, the variance rates changing in the range of 4% and 60 % are 
accepted as sufficient (Scherer et al., 1988); an explained variance of 60% and 
sometimes less is acceptable (Vieira, 2011). Real factor values and variant quantity 
that explain them respectively are 12.13 and 52.75% for the first factor, 1.53 and 6.67% 
for the second, 1.23 and 5.33% for the third and 1.05 and 4.55% for the fourth. 
Confirmatory Factor Analysis (CFA) 

CFA is not concerned with discovering a factor structure, but it is evaluated as 
confirming the existence of a specific factor structure. It is considered to be a general 
modeling approach designed to test hypotheses about a factor structure whose 
number and interpretation are given in advance. In CFA, on the other hand, one 
builds a model assumed to describe, explain, or account for the empirical data in 
terms of relatively few parameters (Jorreskog & Sorbom, 1993) and to analyze a 
priori measurement models (Kline, 2011). 

The 23-item adapted scale was tested with CFA. The overall model fit the 
statistics in Lisrel that are within the generally accepted thresholds and suggest an 
acceptable goodness-of-fit. In fact, although the chi-square test is significant 
(X 2 =604.00, N =390, p=0.00), the ratio chi-square/degrees of freedom is below 3 
(X 2 =506.93, df=224, x 2 / df =2.3). Normally a ratio in the range of 2:1 or 3:1 is indicative 
of an acceptable fit. In addition, the goodness of fit index (GFI = 90), the adjusted 
goodness-of-fit index (AGFI=.85), the normed fit index (NFI=.98), the non-normed fit 
index (NNFI=.98), the comparative fit index (CFI=98), and the root mean square 
error of approximation (RM SEA =0.06) as well as the standardized root mean square 
residual (SRM R=.04) indicate good fit (Cote et al., 2001; Vieira, 2011; Flooper et al., 
2008; Brown, 2006; Schreiber, Stage, King, Nora, & Barlow, 2006; Schermelleh-Engel 
et al., 2003; MacCallum et al., 1996; Hu & Bentler, 1999; Baumgartner & Homburg, 
1996). When the CFA results of the scale are evaluated, it can be accepted as a good 
model. 

Data Analysis 

In order to analyze the data percentage, frequency, crosstabs, t-test, and One-Way 
ANOVA tests were administered. In the analysis of quantitative data, SPSSwasused. 
Each questionnaire was coded. Of the questionnaires administered, 822 were 
returned. A parametric Independent SamplesTest and One-Way ANOVA Tests were 
used to determine the significance. Level of significance was accepted asp<05. 


Results 

This research was carried out to discover teachers' perceptions on their 
headmasters' transformational leadership behaviours in terms of vision building, 
individualized consideration, intellectual stimulation, and innovative climate. First, 
demographic variances of the primary school teachers' were introduced. And then, 
headmasters' transformational leadership behaviors concerning aforementioned sub 
dimensions were also given here. 
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Table 3 


Percentage and Frequency D istributions of T eachers' Demographic Variances 


Characteristics 

Frequency (f) 

Percentage (%) 

Gender 

Women 

402 

48.9 

Men 

420 

51.1 

Level of Teaching 

Lower Elementary 

343 

41.7 

Upper Elementary 

479 

58.2 

Status 

Teacher 

612 

74.5 

Expert Teacher 

127 

15.5 

Novice Teacher 

68 

8.3 

Contracted Teacher 

15 

1.8 

Professional Experience 

1-5 years 

400 

48.7 

6-10 years 

144 

17.5 

11-15 years 

135 

16.4 

16-20 years 

66 

8.0 

21 years and over 

77 

9.4 

School Experience 

1-3 years 

483 

58.8 

4-6 years 

160 

19.5 

7-9 years 

106 

12.9 

10 years and over 

73 

8.9 


The participants' demographic variables are shown in Table 3. Of them, 402 

(48.9%) are male; 420 (51.1%) are female; 327 (39.8%) work at primary school first 
level, and 463 (56.35%) work at primary school second level. With respect to career 
status, 15 (1.8%) are contracted, 127 (15.5%) expert, 68 (8.3%) novice, and 612 (74.5%) 
teachers. Of them, 400 (48.7%) have 1-5 years professional experience, 144 (17.5%) of 
them have 6-10 years, 135 (16.4%) of them have 11-15 years, 66 (8.0%) of them have 
16-20 years, and 77 (9.4%) of them have 21 years or more. When school experience is 
concerned, 483 (58.8%) of them have 1-3 years, 160 (19.5%) of them have 4-6 years, 
106 (12.9%) them have 7-9 years, and 73 (8.9%) them 10 years or more. 

After analyzing teachers' perceptions about their headmasters' communicative 
skills, motivation efforts, and leadership qualities, some results were obtained. 
According to the results, while 25.1% of them perceive their headmasters' 
communication skill as low, 34.1% perceive it as adequate, and 40.9% perceive it as 
very good. Of the teachers, 14.9% are motivated very little by their headmasters 
while 34.7% of them are motivated some, and 50.4% are motivated adequately. While 
21.8% of the teachers perceive their headmasters' leadership qualities as low, 15.2% 
value them as good, and 63.0% think they are adequate. Percentage, mean, and 
standard deviation of teacher perceptions are shown in Table 4. 
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Table 4 

Percentage, M ean and Standard Deviation of Teacher Perceptions Related to Headmasters' Transformational Leadership Behaviors (N=822) 


c 

ru 

CC 


The pri nci pal of my school, 




SD 


£ u Q Q U < < 


4-J 


% 

% 



Q1 

Q2 

Vision Building 

refers explicitly to our schools goals during decision-making 
processes 

explains the relationship between the schools' vision and initiatives 
of the school district, collaborative projects, or the government 
discusses the consequences of the school's vision for everyday 
practice 

uses all possible moments to share the school's vision with the 
team, the students, parents, and others 

incorporates the school's vision and goals for the future to talk 
about the current issues and problems faci ng the school 

39.20 

38.60 

60.80 

61.40 

2.61 

2.61 

0.90 

0.84 

Q3 

40.20 

36.90 

59.80 

63.10 

2.60 

2.67 

0.89 

0.89 

Q4 

Q5 

39.00 

61.00 

2.62 

0.88 


Mean 

38.78 

61.22 

2.62 

0.88 


Individualized Consideration 





06 

takes opi nions of i ndivi dual teachers seri ously 

28.50 

71.50 

2.90 

0.87 

Q7 

listens carefully to team members' ideas and suggestions 

28.90 

71.10 

2.87 

0.86 

08 

is attentive to problems that teachers encounter when 
implementing innovations 

26.80 

73.20 

2.88 

0.86 

Q9 

shows appreciation when a teacher takes initiatives to improve the 
education 

24.90 

75.10 

2.95 

0.87 
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Q10 

hel ps teachers tal k about thei r feel i ngs 

30.80 

69.20 

2.83 

0.87 


Mean 

27.98 

72.02 

2.89 

0.87 

Qll 

Q13 

Q14 

Q15 

Intellectual Stimulation 

encourages teachers to experiment with new didactic strategies 
encourages teachers to try new strategies that match their personal 
i nterests 

hel ps teachers to refl ect on new experi ences 

motivates teachers to look for and discuss new information and 

ideas that are relevant to the school's development 

29.10 

34.50 

34.90 

32.40 

70.90 

65.50 

65.10 

67.60 

2.85 

2.71 

2.71 

2.74 

0.85 

0.81 

0.87 

0.87 

Q16 

stimulates teachers to constantly think about how to improve the 
school 

40.40 

59.60 

2.63 

0.89 

Q17 

offers enough possibilities for teachers' professional development 

41.80 

58.20 

2.55 

0.89 

Q18 

helps teachers talk about and explain their personal views on 
education 

31.40 

68.60 

2.76 

0.86 


Mean 

34.93 

65.07 

2.71 

0.86 


Innovative Climate 





Q19 

teachers are general 1 y w i 11 i ng to try new i d eas 

35.30 

64.70 

2.71 

0.87 

Q20 

teachers are continuously learning and developing new ideas 

33.20 

66.80 

2.77 

0.88 

Q21 

teachers have a positive "can-do" attitude 

31.60 

68.40 

2.79 

0.85 

Q22 

teachers are w i 11 i ng to take ri sks to make this school better 

41.30 

58.70 

2.58 

0.87 

Q23 

teachers are constantly tryi ng to i mprove thei r teachi ng 

36.60 

63.40 

2.67 

0.86 

Q24 

teachers are encouraged to go as far as they can 

33.20 

66.80 

2.76 

0.88 


Mean 

35.20 

64.80 

2.71 

0.87 


T otal M ean 


34.33 


65.67 


2.73 


0.87 
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In Table 4, the structure is given as negative (Certainly Disagree) to positive 
(Certainly agree) under each sub-scale. Although 61.22% of the teachers think 
their headmasters build vision by making teachers involved, counseling parents, 
and making efforts for shared vision by all partners, 38.78% of them disagree. 
Leithwood et al., (1999) and Rafferty and Griffin (2004) discovered similar results 
stating that this leadership has direct and indirect effects on teachers 7 commitment 
to change, vision building, high performance expectations, developing consensus 
about group goals, and intellectual stimulation (Geijsel et al., 2009; Leithwood et 
al., 2004). 

Of the teachers, while 72.02% believe that their headmasters value their 
individualized considerations, take their ideas seriously, listen to them, and 
appreciate their efforts to increase quality, 27.98% of them disagree. However, Vinger 
and Cilliers (2006) claimed that the most frequently exhibited behavior was idealized 
influence, (60.1%), then inspirational motivation (58.5%), followed by intellectual 
stimulation (54.9%), and lastly individualized consideration (46.0%). 

As for intellectual stimulation, although 65.07% of them believe that their 
headmasters encourage new teaching methods, contribute personal and professional 
developments, let them try new strategies, and support their new experiences related 
to motivation, 34.93% of them disagree. Similar evidence was discovered by 
Leithwood etal., (1999), Rafferty and Griffin (2004), Bass and Avolio (1997), Jung and 
Avolio (2000), Yammarino et al., (1993), Geijsel et al., (2009), and Karip (1998). 

Considering the creation of an innovative climate, although 64.80% of them 
perceive their headmasters 7 behaviors as positive in teaching, developing new ideas, 
and risk taking to improve school, 35.20% of them disagree. This is also consistent 
with the results obtained by Moolenaar et al., (2010), Day et al., (2000), Geijsel et al., 
(2001), and Leithwood et al., (2008). These findings are also supported by a study that 
Kur§unoglu and Tanrioven (2007). They found that school principals have significant 
effects on change initiations at school. 

T-test results reveal that there are significant differences between teachers 7 
gender and administrators 7 vision building (t( 820 )= -2.73, p<05), individual 
consideration (t(820)=-2.72, p<05), supporting intellectual considerations (t(820)=-3.50, 
p<05), and innovative climate behaviours (t( 820 )= -3.26, p<05). No significant 
difference was discovered between the levels that teachers teach and headmasters 7 
behaviours (p<05). 

When teachers 7 experience is concerned with vision building, male teachers think 

more positively (X =18.21) than their female colleagues (X =17.42). In individual 
consideration, male teachers (X =19.58) have higher scores than females (X =18.81). 
As for intellectual considerations, male teachers (X = 26.22) have more positive 
perceptions in terms of headmasters 7 support than female ones {X =25.06), and in 
innovative climate, males have more positive perceptions (X =22.72) than females 
(X =21.50). As far as headmasters 7 individual consideration behaviors are 
concerned, the mean average of the teachers who have between 7-9 years experience 
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at the same school (X =19.98) is higher than those with 4-6 years experience 
(X =18.79). In addition, teachers who have experience between 1-3 years (x =18.87) 
have higher means compared to those with 10 or more years of experience 
(X =18.60). 

When supporting teachers 7 intellectual consideration is considered, the mean 

average of the teachers who work at the same school between 4-6 years (X =27.27) is 
higher compared to those between 7-9 years (X =26.72). Moreover, average mean of 
those between 1-3 years (X =24.98) is higher than those for 10 years or more 
(X =24.94). As for creating an innovative climate, the average mean of the teachers 
who work at the same school between 4-6 years (X =23.40) is higher than those 
between 7-9 years (X =23.03); and those between 1-3 years (X =21.81) is higher 
than those for 10 years or more (X =21.04). 

One-way A NOVA was administered in order to determine the difference 
between teachers' school experience and headmasters' behaviours concerning vision 
building (F(3-8i8)=6-92, p<01), individual consideration, (F(3-8i8)=7.40, p<01), 
intellectual stimulation (F(3-8i8)=9-10, p<01), and innovative climate (F(3-8i8)=6-45, 
p<01). In all variance analysis, "Test of Homogeneity of Variances" prerequisite was 
provided (p>.05). According to the intergroup Scheffe multi-comparison test, 
teachers at the same school between 6-15 years (X =18.77) perceive build vision 
positively in compared to those between 1-3 year (X =17.50) (p<05). Teachers who 
are at the same school between 6-15 years (X =20.22) appreciate support in 
individual consideration more compared to those between 1-3 years (X =18.79) 
(p<05). Those who are at the same school between 6-15 years (X =27.50) remark 
that their headmasters support their individual stimulation more compared to those 
at the school between 1-3 years (X =24.90). 

As far as vision building is concerned, those who work between 6-10 years 
(X =23.40) state that headmasters motivate them to build an innovative climate 
more than do those between 1-3 years (X =21.81). Significant difference has been 
found between teachers' status and headmasters' vision building (F(^8i7)=4.40, p<05) 
and individual consideration (F(^ 8 i7)=2.86, p<05). Beginning teachers state that their 
administrators build vision well (X =20.62) compared to expert teachers (X =17.12) 
and teachers (X =17.82) (p<05). They also state that their headmasters support their 
individual consideration (X =21.62) compared to expert teachers (X =18.92) and 
teachers (X =19.16) (p<05). No significant differences were discovered about the 
perceptions between the teachers in the Malatya and Adiyaman provinces. 


Discussion and Conclusion 

According to the results of this study, teachers' perceive their headmasters' 

transformational leadership behaviors positively in vision building, individual 
consideration, intellectual stimulation, and innovative climate in general. This may 
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stem from headmasters 7 experience and the in-service training education they have 
had. They are willing to develop themselves by taking some in-service training. Shao 
and Webber (2006), Leithwood etal., (1999), Rafferty and Griffin (2004), Moolenaar et 
al., (2010), Marks and Printy (2003), Walumbwa and Lawler (2003), Nemanich and 
Keller (2007) discovered parallel results, claiming headmasters' direct and indirect 
effects on teachers' commitment to change in vision building, high performance 
expectations, developing consensus about group goals and intellectual stimulation, 
communication, supportive leadership, and personal recognition. They also reveal 
that headmasters have effects on schools' innovative climate by influencing members 
to move beyond self-interest, motivating and increasing followers' motivation, and 
increasing organizational commitment (Leithwood & Jantzi, 2006; Leithwood et al., 
2004; Bono, 2000). Regarding teachers' gender, significant differences were found in 
vision building, individual consideration, supporting intellectual considerations, and 
innovative climate. Here, female teachers' perceptions are more positive. This may 
stem from female teachers' perceptions about their principals. As most principals are 
male in Turkey, they may be accepting those as authority figures. Celep (2004) found 
that as teachers' levels of education increased, they developed higher levels of 
standards and acceptance. However, Qelik and Eryilmaz (2006), Toremen and Yasan 
(2010), and Gronn (1995) discovered that female teachers evaluated their 
headmasters' transformational leadership behaviors more negatively. In another 
study, Akbaba-Altun (2003) discovered that although principals found 
transformational leadership behaviours important, they did not apply these 
behaviours in their daily practices as much as they attached importance. 
Transformational leaders know how to learn in order to be role-models for their 
subordinates, manage the change, and find creative solutions to problems (Qelik, 
1998). Karip (1998) states that transformational leaders perceive subordinates' needs 
and use them to motivate followers. Moreover, Demir (2008) claims that 
transformational behaviors of school principals were significantly related to 
col I ecti ve teacher effi cacy. 

There are also significant differences between teachers' status and headmasters' 

vision building, in addition to individual consideration behaviours. Beginning 
teachers perceive building vision and supporting individual consideration more 
positively than other groups, which can be seen as that they learn everything from 
their headmasters and are affected heavily by their experience in the very beginning 
of their careers. When intellectual considerations are concerned, male teachers have 
more positive perceptions than females in support and innovative climates. 
Regarding teachers' professional experience, male teachers think more positively 
than female colleagues, and in individual consideration, male teachers have higher 
scores than females in understanding. Evaluation of the experienced teachers is 
better. 

There are also meaningful differences between teachers' school experience and 

vision building, individual consideration, intellectual stimulation, and innovative 
cl i mate. Teachers w ho have 6-15 years school experi ence state that thei r head masters 
help them to build vision well compared to those who have 1-3 years experience. 
Thosewho have 6-15 years of school experi ence cl aim that their headmasters support 
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their individual consideration more compared to those with between 1-3 years. The 
teachers who have 6-15 years" experience remark that their headmasters support 
individual stimulation more compared to the ones with between 1-3 years. When 
vision building is concerned, those who have 6-10 years school experience believe 
that their headmasters motivate them to build innovative climate more compared to 
those who have 1-3 years experience. It can be seen that headmasters' efforts can be 
undersood better by more experienced teachers. The novice teachers are in need of 
learning the very essentials of the profession to survive. They may not care about 
vision at this stage. Having no significant differences about the perceptions between 
the teachers in Malataya and Adiyaman provinces shows that the headmasters in the 
system may resemble each Other. The findings based on the participants' responses 
have been corroborated by the literature on transformational leaders. The 
recommendations reached through the results obtained in this study are as follows: 

• Headmasters who are incompetent should be trained on the job with in- 
service trainings designed with university-ministry cooperation. 

• Headmasters should be chosen with an exam and appointed to their posts 
based on their qualifications without any political manipulations. 

• Headmasters should be asked a post graduate degree or certificate from 
educational administration field. 
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(Ozet) 

Problem Durumu 

19801erin sonlan ve 19901arm ilk yillarmda admdan soz edilen Donu§umcu liderlik, 
askeri kokenlidir bir yonetim yakla§imidir (Heck & Hallinger, 1999; Bass, 1998). En 
genel anlamiyla Doniisiimcu liderlik, orgiit gali§anlarimn orgiitlerine adanmi§liklari 
ve hedeflerin gergekle§tirilmesi siirecine bagliliklari olarak tanimlanmaktadir 
(Popper ve digerleri, 2000). Bu yakla§im beceri ve kapasite geli§imini zenginle§tirme 
iizerine odaklamr ve kendi davram§larim astlarimn gereksinmeleri dogrultusunda 
degi§tirirler (Leithwood ve Jantzi, 2006; Marks ve Printy, 2003; Northouse, 2001; Den 
Hartog ve digerleri, 1999; Gronn, 1995; Evers ve Lakomski, 1996; Muenjohn ve 
Anderson, 2007). Bu yakla§imda liderler, okul vizyonunu olu§turur ve hedefleri 
belirlerler (Leithwood vejantzi, 2000; Castanheira ve Costa, 2011; Leithwood, 1992), 
gali§anlarm bireysel motivasyonlarim artirirlar, yiiksek performans beklentileri ve 
ba§ariya dayali bir okul iklimi olu§tururlar. Aym zamanda liderler Donu§umcu 
gali§anlarm karara katilimmi artirirlar, astlarimn beceri ve bilgilerini geli§tirirler ve 
onlara bireysel destek saglarlar (Silins ve digerleri, 2002; Bennis ve Nanus, 1997). Hall 
ve digerlerine (2008) gore D6nii§iimcii liderlik yakla§imi, yoneticilere sira di§i 
liderler olma olanagi saglar. Bu nedenle McFarlin ve Sweeney (1998), gelecegin 
basanli yoneticilerinin D6nii§iimcii liderler olarak yeti§tirilmeleri gerektigini 
vu rgu I amaktadirlar. 

Doniisiimcii liderligin bazi ozellikleri vardir. Birincisi, liderin kendi davram§lari ve 
astlarimn ona atfettigi davrani§lar olarak tammlanan idealle§tirilmi§ etki, ikincisi, 
liderin kog ya da mentor olarak her bir bireye ozel birisiymi? ilgi gostermeye yonelik 
siirekli gabasi anlamma genel bireysel ilgi , ligiinciisli, liderin yaratici ve yenilikgi 
olmalari yoniinde astlarmi giidiilemesi anlamma gelen entellektiiel uyanmdir. 
Dordiincii ozellik, liderin astlarmi ortak amaglar dogrultusunda giidiilemesi olarak 
bilinen esinlenmi§ etkidir (Geijsel ve digerleri, 2003; Nguni ve digerleri, 2006; Yu ve 
digerleri, 2002; Geijsel ve digerleri, 2003; Leithwood ve Jantzi, 2005; Leithwood ve 
digerleri, 2002; Rafferty ve Griffin, 2004). Sonuncusu da uygulama, siireg ve 
davram§lar ile ilgili olarak gali§anlarm orgiitsel algilarimn olumlu yonde 
degi§tirilmesi anlamma gelen yenilikgi iklim olugturmadir (Moolenaar ve digerleri, 
2010; Cho ve Dansereau, 2010). Birgok gali§ma bu ozelliklerin gali§anlarm 
performansi ve i§ doyumu iizerinde etkilerinin bulundugunu ortaya koymaktadir 
(Anderson, 2008; Bass, 1997; Bass ve Avolio, 1994; Bommer ve digerleri, 2004). 
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Yukarida deginilen biitiin ozelliklerin gali§anlarm ve dolayisiyla da okulun degi§imi 
ve donii§umu iizerindeki etkileri bu gali§manm iilkemiz egitim sistemi bakimmdan 
onemini kagimlmaz kilmi§tir. 

Ara§tirmanm Amaci 

Bu ara§tirmanm iki amaci bulunmaktadir. Birinci amaci Moolenaar ve digerleri 
(2010) tarafmdan geli§tirilen Okul Yoneticilerinin D6nu§umcii Liderlik Davraniglan 
Olgeginin Tiirkgeye uyarlanmasidir. ikinci amag ise bu olgege day all olarak 
ogretmenlerin ilkogretim okul yoneticilerinin domi§umcu liderlik davram§larma dair 
algilarmi ortaya gikarmaktir. Bu ara§tirma ile egitim sistemimiz igerisinde onemli bir 
yere sahip olan okul miidurlerinin Donii§umcu liderlik ozelliklerini ne dtizeyde 
oldugu belirlenmesi ve bu okul yoneticilerinin Donu§iimcu liderlik davrani§larmm 
kazandmlmasi igin yapilan diger gali§malarla da desteklenen bir takim somut 
oneriler geli§tirilmektedir. 

Ara§tirmamn Yontemi 

Ara§tirmada tarama modeli kullanilmi§tir. Olgegin gergeklik ve giivenirlik 
gali§malarmm yapilmasi amaciyla agimlayici ( exploratory ) ve dogrulayici 
(confirmatory) faktor analizleri yapilmi§tir. Agimlayici faktor analizi, Mardin il 
merkezi ve ilgelerinde 310 ve dogrulayici faktor analiz ise Adiyaman il merkezi ve 
ilgelerinde gorev yapan 390 ilkogretim ogretmeninin ara§tirmaya katilimiyla 
gergekle§tirilmi§tir. Bunun sonucunda iilkemizde uygulanabilirligi, gegerlik ve 
gtivenilirligi kamtlanan olgme araci, ogretmen algilarma gore ilkogretim okul 
yoneticilerinin Donii§umcu liderlik ozelliklerini belirlemek amaciyla, gegerlilik ve 
uyarlama gali§malarmm di§mda kalan Adiyaman (n=343) ve Malatya il merkezinde 
gorev yapan (n=479) katilimcilar olmak iizere toplam 822 ilkogretim ogretmenine 
uygulanmi§tir. 

Uyarlama gali§masi sonucunda olgek be§li Likert tipinde 23 maddeden olu§tugu 
anla§ilmaktadir. Buna gore olgek, vizyon olu§turma, bireysel ilgi, entelektiiel uyanm ve 
yenilik iklimi olu§turma olmak tizere dort alt boyuttan olu§maktadir. Olgekte puan 
yuksekligi okul yoneticilerinin donii§umcu liderlik ozelliklerinin iyi oldugunu 
gostermektedir. Olgegin kapsam gegerliligi igin Ingilizce 'den Tiirkge' ye gevirisi ve 
geri gevirisi yapilmi§ ve bu konuda uzman gorii§une ba§vurulmu§tur. Olgegin yapi 
gegerliligini ve faktor yapisim incelemek amaciyla agimlayici faktor analizi 
yapilmi§tir. Faktorle§tirme teknigi olarak temel bile§enler analizi ve varimax dik 
dondtirme teknigi segilmi§tir. Olgegin Tiirkiye ko§ullarmda uygulanabilirligini 
dogrulayabilmek igin madde faktor ve madde toplam korelasyonlari, ayirt edicilik ve 
madde ig tutarlilik (Cronbach Alfa) gibi madde analizleri yapilmi§tir. 4 faktorlli yapi 
dogrulayici faktor analizi ile de test edilmi§tir. Agimlayici faktor analizinde SPSS 15.0 
ve dogrulayici faktor analizde ise igin Lisrel 8.80 programi kullamlmi§tir. 

Ara§tirmanm Bulgulan 

Ara§tirmaya katilan ogretmenlerin demografik ozellikleri degerlendirildiginde 
kahlimcilarm % 47.6'simn kadm, %52.4'ii erkek oldugu ve % 41.5'inin ilkogretim 
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birinci ve %58.54nin de ikinci kademede gorev yapmakta oldugu goriilmektedir. 
Olgegin uyarlanmasi siirecinde yapilan ara§tirmaya ili§kin iki ara§tirma bulgusu elde 
edilmi§tir. Birinci bulguda, olgegin uyarlanmasma ili§kin agimlayici faktor 
analizinde, KMO= 0.95 ve Bartlett testinin X 2 ( 253)=5265,l75; p<.01 olmasi dagihmm 
gok degi§kenli normal dagilimdan geldigini gostermektedir. Faktor yiik degerlerinin 
kabul dtizeylerine gore bir maddenin (22. mddde) yuk degerleri farkimn 0.1 den 
biiyiik olmasi nedeniyle maddenin olgekten gikarilmasma karar verilmi§tir. Buna 
gore, 23 madde ve 4 alt olgekten olu§an olgek, toplam varyansm % 69.314ni 
agiklamaktadir. Olgegin tamamma ili§kin Cronbach Alfa giivenirlik kat sayisi 
0.96'dir. Dogrulayici faktor analizinde ise, ^ 2 =506.93, df = 224, x 2 / df= 2.3, GFI = 
0.90,AGFI=0.85,NFI=0.98, NNFI=0.98, CFI=0.98 ve RMSEA= 0.066 oldugundan ve 
olgeginin iyi bir model oldugu sonucuna ula§ilmi§tir. Ikinci bulgu ise katilimci 
ogretmenlerin % 61.2'si mudiirlerin okul vizyonunun payda§larca benimsenmesine, 
% 72.04 ogretmenlerin bireysel ilgi, % 64,84 okulda yenilik ikliminin olu§turulmasi, 
% 65,14 ogretmenlerin bireysel ilgi anlammda desteklenmesine onem verdigini 
belirtmi§lerdir. Ogretmenlerin cinsiyet degi§kenleri ile olgegin alt boyutlari arasmda 
anlamli farklilik bulunmu§tur (p<.05). Buna gore, erkek ogretmenler kadm 
ogretmenlere gore, okul yoneticilerinin Donii§umcu liderlik ozelliklerinin daha iyi 
oldugunu belirtmi§lerdir. Ilkogretim okullarmda gorev yapan farkli statiilerdeki 
ogretmenlerin algilarma gore, okul yoneticilerinin donu§umcii liderlik davram§lan 
alt olgekleri arasmda anlamli bir farklilik yoktur (p>.05). 

Ara§tirmamn Sonuglan ve Oneriler 

Okul Yoneticilerinin Donii§iimcu Liderlik Davram§lari Olgeginin uyarlanmasi 
gali§masi sonucunda olgegin gegerli ve guvenilir nitelikte oldugu anla§ilmi§tir. Hem 
agimlayici hem de dogrulayici analizlerle test edilen olgekten sadece bir madde 
atilmi§tir. Olgegin iyilik uyum indeksleri yeterli olgiidedir. Bu gali§mada elde edilen 
sonuglara gore ogretmenler, miidiirlerinin vizyon geli^tirme, bireysel ilgi , entellektuel 
uyanm ve yenilikgi iklim olu§turma davram§lari konusunda genelde olumlu bir algiya 
sahiptirler. Yine ara§tirmada elde edilen bir sonuca gore ogretmenler, mudurlerinin 
liderlik ozelliklerinin ve ileti§im becerilerinin iyi oldugunu ve kendilerini yeterli bir 
§ekilde gudulediklerini belirtmi§lerdir. Bu sonuglar degi§ik ara§tirmalar tarafmdan 
da desteklenmektedir. Ara§tirma sonuglarma gore, okul yoneticilerinin donu§umcii 
liderlik roltinu gergekle§tirme diizeyinin yiikseltilmesi amaciyla, iiniversite-bakanlik 
i§birligi, yoneticilikte egitim yonetimi alanmda lisansiistu egitim ko§ulu aranmasi, 
yonetici atamalarmda politik etkilerden uzak yeterlilik olgiitlerinin esas almmasi ve 
ogretmenlerin kuramsal adanmi§ligmm saglanmasma uygun bir okul kiilturuniin 
olu§turulmasi onerilerine yer verilmi§tir. 

Anahtar Sozcukler: Ogretmen algilan, donu§umcii liderlik, d6nii§iimcu liderler, 
miidurler 











